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Leaders looking to gain competitive advantage in their industries understand that the 
organization’s most valuable asset is its human resources.  Thus, in the 21st century business 
world, companies thriving to increase market share must consider equipping their workforce 
with the training and development needed to optimize decision-making skills.  To assist 
companies in formulating a robust training program, Chin Loy, Coe, Gordon, and Hernandez 
(2019), the research team presenting this handbook, have formulated a new viable instructional 
framework called CHAMP Model, acronym for creating highly adaptable and motivated 
personnel.  This original training framework will serve as blueprint to initiate and hone critical 
thinking measures in the workplace.   
The CHAMP Model: Components 
As seen in Figure A, the 
CHAMP Model is a conceptual cycle 
of continual growth that encompasses 
four developmental modules.  These 
comprise of pragmatic instructions 
on how to get employees engaged in 
adopting activities that foster 
cognitive thinking, higher-order thinking, creativity and innovation, and superior thinkers and 
decision-makers in teams.  Formulated systematically to develop and ignite an organizational 
culture of empowered innovative thinkers, these building blocks (modules) intend to guide 
employees through progressive personal and professional development.  
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Module 1 Introduction 
 The use of critical thinking skills is a leading challenge in the 21st century organization. 
Organizations are identifying the need for critical thinking for the success of the companies. 
Executive administrators have realized that employees with critical thinking skills have the 
ability to use the information to see all aspects of a situation, and are able to make outstanding 
decisions (Reed, 2018). The administrators have acknowledged critical thinking as an essential 
element of employee development. According to Reed (2018), The U.S. Department of Labor 
has recognized critical thinking, problem solving, and decision-making as aspired workplace 
skills. This was proven by the Indeed.com analysis that postings with this skill increased 
tremendously (Reed, 2018). Educators and I as an administrator think and talk about how 
important critical thinking is to the organizations (Facione, 2015).  
 Creative thinking is extremely important in today’s organizations. Globalization is 
increasing at an extreme rate and we have to stay ahead of the curve to stay competitive. We 
must have innovation and creative 
thinking skills as part of our everyday 
environment in order to have solutions to 
the problems, and challenges in the 
organization (Radovic, 2016). Figure 1.1 
illustrates Module 1 in the CHAMP 
Model: Learning the Fundamentals of 
Critical and Creative Thinking. This 
module will focus on critical and creative 
thinking, and the importance to the organizations.   
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Fundamentals of Critical Thinking 
Critical thinking is a process to apply, analyze, and evaluate the information for an 
answer. We can improve the quality of our thinking by setting standards, and having effective 
communication and problem-solving abilities (Wang & Zheng, 2016). The core of critical 
thinking is the six cognitive skills of interpretation, analysis, evaluation, inference, explanation, 
and self-regulation (Facione, 2015). We have to understand the situation, data, process, or belief 
in order to do the analysis. An analysis is examining the data, arguments, ideas, and recognizing 
differences and similarities when there are two solutions to a problem. After the analysis is 
completed then there is the evaluation. This evaluation skill is identifying the facts correctly, and 
that makes us credible on a given topic. The next skill is inference that we have to look and 
consider relevant information, and what they imply to obtain a conclusion from opinions, data, 
and submissions forms (Facione, 2015). After the inference skill, there is the explanation skill, 
which is the ability to describe the methodology, reason justification, the interpretation quality, 
and the criteria used to attain the results. With this skill, the critical thinkers can explain their 
thought process, analysis, reasons, and solution. In addition, we can challenge ourselves with the 
self-regulation skill by applying the analysis and evaluation to our own judgement. Using the 
self-regulation skill can improve and revise our previous opinion if necessary. This skill makes 
us ask ourselves how are we doing with this analysis? How is our methodology? (Facione, 
2015). 
Critical Thinking in the Workplace  
Critical thinking and problem solving in the workplace give us the ability to take charge, 
solve problems, make decisions, communicate, and take the appropriate actions (Morrison, 
2017). Teamwork, cohesive thinking, and productivity increases in the organizations that 
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integrate critical thinking. It is through critical thinking we look at all angles of a situation, and 
the different ways to answer (Reed, 2018). According to Wang and Zheng (2016), there are two 
components of critical thinking: 
1. A set of belief and information processing skills. 
2. The habit of using the set of belief and information processing skills to guide our 
thinking in the workplace.  
To lessen the impact of critical thinking, we should learn the thinking skills of analyzing, 
reasoning, evaluating, solving, and making decisions that are the basics of cognitive thinking. 
These skills are used to make decisions or solve complex problems. Critical thinking is 
methodical for the various processes, operates by logical standards, and supported by beliefs 
(Wang & Zheng, 2016).  
Fundamentals of Creative Thinking   
Creative thinking is independent, right brain focused, and a skill of creating new or 
original ideas. This way of thinking is an improvement on a process that has worked within the 
organization. Creative thinking is to think outside of the usual examples and ideas within a 
manual. An example is using the process to register applicants to a program, and apply it to 
employees registering for professional development (Huff, 2014). We have to start thinking of 
ways to create innovative and new approaches to current situations and challenges. Creative 
thinkers are knowledgeable, confident communicators, and able to understand the situation 
(Radovic, 2016). 
Creative Thinking in the Workplace   
Creative thinkers are open-minded and risk-takers for we accept criticism, evaluate new 
ideas, learn from our mistakes, and realize our successes. We are flexible for we have the 
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abilities to adapt, and think outside of the normal every day routine within the organization 
(Radovic, 2016). A component of creative thinking is brainstorming. We can think of ideas that 
are more creative by adding, or improving on a current or previous idea. Brainstorming, 
knowledge of the idea, and creative skill help to support the beliefs that attention to other ideas 
help to create new ideas. Brainstorming is a process of thinking of new or unique ideas within a 
group discussion (Montag-Smit & Maertz, 2017). 
Differences of Critical Thinking and Creative Thinking 
 In critical thinking, logical 
decisions are made after analysis and 
evaluation of the information. Creative 
thinking is to create a new or unique idea 
on a situation or problem, and does not 
take into account the accepted principles. 
Critical thinking applies the accepted 
principles to decisions, and assess the 
creative ideas for practicality. Table 1.1 
shows critical thinking versus creative 
thinking (The Peak Performance Center, 
2017). 
Applications for Critical and Creative Thinking 
Creative Thinking 
Creative thinking must be developed within the organization. The different methods used 
to stimulate our creative thinking are brainstorming, asking questions, imagery, and analogies 
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(Huff, 2014). The “Yale Assessment of Thinking” is a self-scored test that can help us verify our 
thinking abilities in intuition, rationale, and self-knowledge. This test informs us on our areas of 
weakness, and we can improve our thinking skills by professional development, information 
sessions, and workshops (Huff, 2014).  
Critical Thinking 
Critical thinking is crucial in the organizations in order to endure, and be competitive in 
this rapidly changing global market. These critical skills are foremost in any organization, and 
we as critical thinkers should be cognizant of our own skill talents. How do we contribute to the 
needed critical skills within the organization? Critical thinking and problem solving involves 
analysis by asking the questions and getting answers to solve the problem (Sousa & Wilks, 
2018). For global teamwork and leadership there must be networking, and the ability to adapt to 
technology. With this networking and adaptability, there is oral and written communication that 
lead to logical thinking and clear communication. The thinking and communications help to 
evaluate and analyze the information. Then there can be curiosity and imagination that motivate 
creativity for unique knowledge and innovation. We need to ask questions and find the answers. 
(Sousa & Wilks, 2018).  
Assessments of Critical and Creative Thinking 
In an organization, our standard of performance is measured and evaluated. This is our 
performance appraisal that is given once or twice a year by our supervisors. Assessments are 
detailed lists of skills for learning results with performance measurement levels. We can apply a 
rating scale or standards of performance to our critical and creative thinking skills within the 
organization (Schaefer & Stevens, 2015). There has to be a distinction between the assessment 
purposes and levels when deciding the scale. Each criteria level has a label and a description, and 
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each level of performance of excellent, satisfactory or poor has a description. The assessment 
goal is to help improve the thinking process and to see if changes are needed. A benchmark is a 
standard of satisfaction, and can be determined within the critical thinking assessment if a 
necessary skill is needed before additional training, or professional development. The benchmark 
can also fit the creative thinking skill on a different level of performance (Schaefer & Stevens, 
2015).  
We can have two types of assessments, holistic and analytical. Holistic is for the creative 
thinking for it evaluates at a high level all the criteria as a whole, and determines the quality 
(Schaefer & Stevens, 2015). For example, there are three evaluation criteria, M, A, and C that are 
the goals of learning measures, analysis, and critical thinking.  In addition, there are four 
performance standards of Failure to Meet Standards, Meet Standards, Exceeds Standards, and 
Excellent Performance (Schaefer & Stevens, 2015). The analytical assessment is for critical 
thinking for it evaluates each critical criteria. This analysis gives us a more detailed analysis of 
the strengths and weakness of our skills. The same four performance standards are used as in the 
holistic assessment, but the goals are more specific. Figure 1.2 depicts the holistic and analytical 
assessments (Schaefer & Stevens, 2015). 
Hobbies like 
crafts, martial arts, and 
playing an instrument 
can be included for 
creativity. This aspect 
gives us an idea if 
critical thinkers with 
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hobbies can have creative thinking abilities, and how many actually participate (Huff, 2014). 
Likert-scale questions are scored on improvement in certain goal skills, and can be used in the 
critical and creative thinking skill assessments. Examples of the questions are help me improve 
my creative skill, increase my skill when working in a group, and improve my leadership skills 
(Huff, 2014).  
Another form of a survey can be a Critical Thinking Self-Rating Survey, which we 
answer yes, or no to the given questions. This can be a self-evaluation or one given by the 
organization. These questions are for our frame of mind for critical thinking within a time. There 
can be 100 questions and each is worth one point. If we score 80 points or above on the yes 
answers then our mind is positive towards critical thinking over the given time. If our score is 55 
or less then our mind is negative towards critical thinking. As score between 80 and 55 is our 
mind is neutral towards critical thinking. If necessary, there are other detailed surveys and not 
time driven (Facione, 2015). These assessments are measurable, and a verification of learning 
goal achievements while emphasizing the areas for improvement (Schaefer & Stevens, 2015). A 
critical thinking assessment can be qualitative by evaluating our work, strengths, and weaknesses 
to performance portrayals. The quantitative approach is by assigning grades to the assessment. 
The grading criteria can be 1 = 50%, 2 = 70%, 3 = 85%, and 4 = 100% for each criteria, and 
computing a weighted score across the board for a total grade (Schaefer & Stevens, 2015). 
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Module 1 Closing Remarks 
 Today’s leaders have to be able to adapt, think, and be mindful of the constant changes in 
order to stay competitive and successful. Critical thinking and creative thinking are essential 
skills, and they need to be assessed and honed in order for the organization to stay ahead of the 
curve in today’s global market. Employees must be able to brainstorm, think, analyze, ask 
questions, and get the answers in order to find the solutions. We know that critical and creative 
thinking are crucial in the organizations. In order to see our strengths and weaknesses, critical 
and creative assessments are necessary within an organization for they highlight the needed skills 
(Schaefer & Stevens, 2015).  
When there is critical thinking in an organization, teamwork, cohesive thinking, and 
productivity increases amongst the employees (Reed, 2018).  Facione (2015) gave a “5 Step 
Critical Thinking General Problem Solving Process” (p. 28) that is used with critical thinking. 
The process is “IDEAS” (p. 28) which means to identify the problem, determine, enumerate, 
assess, and scrutinize. Facione (2015) stated that after we identify the problem then we have to 
determine the relevant information. The next steps after determining the relevant information is 
to enumerate options then assess the situation. The last step is to scrutinize the process (Facione, 
2015). This process is the basic for improving the way we think, to solve problems, and to arrive 
at solutions that will significantly benefit the organization. These five steps can align with 
Bloom’s Taxonomy in the next module. 
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Module 2 Introduction 
We would all love to think of ourselves as good problem solvers. While as a species, 
humans are naturally inclined to solve issues as a survival mechanism, it does not make all of us 
Sherlock Holmes. Solving problems, whether personal or professional, is an evolving process 
that can be taught, practiced, and improved upon. Your job as an employee is to solve problems 
efficiently and strategically for the advancement of yourself as well as your organization. To do 
this, we need to step back and assess our current levels of critical and creative thinking. In 
today’s working world, organizations must balance the continuous shift of the economy, 
technology, and available resources. While most businesses self-report high levels of leadership 
within their organizations, they still struggle with maintaining levels of innovation and 
motivation within their workforce (Haniya, 2017).  
Businesses need employees who are flexible, inventive, and capable of handling an ever-
fluctuating environment (Dwyer, Hogan, & Stewart, 2014). As you read in Module 1, critical 
thinking is a complex process where using purposeful, metacognitive practices allows an 
individual to assess current situations, evaluate 
potential resolutions, and produce better, more 
logical solutions (Dwyer et al., 2014). 
Additionally, practicing critical thinking has been 
shown to increase decision-making and problem-
solving skills. Similarly, creative thinking 
promotes an individual’s ability to be flexible, 
work in teams, and brainstorm numerous solutions 
to a problem. It allows individuals to view situations from multiple points of view in order to 
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breakdown the problem into its different components and have frame of reference (Rawlinson, 
2017). Therefore, it is paramount to the successful evolution of an organization that employees 
develop and practice critical and creative thinking skills as a technique for increasing innovation 
and leadership qualities. As illustrated in Figure 2.1, this module will focus on using Bloom’s 
Taxonomy as a guide for improving these qualities. 
Bloom’s Taxonomy: From the Student Classroom, to the Business Office 
Now that we have established the why to developing our critical and creative thinking 
skills, our focus in this module shifts to how we can take theory and turn it into real-world 
practice. Our objective is simply this: using Bloom’s Taxonomy, employees will be able to 
reflect on their current level(s) of critical and creative thinking and formulate a strategic plan to 
improve. Published by Benjamin Bloom, Max Englehart, Edward Furst, Walter Hill, and David 
Krathwohl in 1956, Bloom’s Taxonomy was initially developed to categorize the different levels 
of cognitive functions (McDaniel, 2018). The creators observed that not all tasks require the 
same amount intellect or attention. For instance, memorizing the definitions of twenty 
vocabulary words does not require the same amount of cognitive involvement as creating a song 
or video to teach those same vocabulary words to someone else.  
Therefore, Bloom and the other collaborators composed a hierarchical framework with 
the following six levels of skills: knowledge, comprehension, application, analysis, synthesis, 
and evaluation. This framework has been used by educators for decades as a basis for creating 
learning activities. The framework’s accompanying verbs lists makes it simple for teachers to 
generate specific learning objectives that require different levels of cognitive function. The idea 
is that the higher the student(s) is working in the hierarchy, the more they are better able to 
understand the information. In 2001, Bloom’s Taxonomy was revised. A group, which consisted 
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of researchers, psychologists, and educational theorists gave the framework a makeover in order 
to express the more dynamic approach to which people receive and use information.  
The revised version, as seen in Figure 2.2 consists of the following tiers: Remember, 
Understand, Classify, Apply, Analyze, Evaluate, and Create. So how does someone like yourself, 
who may or may not have heard of Bloom’s Taxonomy, use it? The goal of this module is not for 
you to use Bloom’s as a step-by-step guide. Instead, think of it as a resource to help you 
determine best practices for making personal and professional improvements. Let us face it, we 
all have strengths and weaknesses in our professional lives. Rather than simply accepting our 
weaknesses, the creators of this handbook firmly believe in giving employees the power and 
motivation to make real and lasting changes. Adams (2015) suggested that organizations assist 
employees with using Bloom’s to create professional objectives that focus on improving 
capabilities.  The verbs associated with each tier can help outline these objectives and turn them 
into achievable behaviors. Before going further into how you will use Bloom’s Taxonomy as a 
goal-builder, we need to first emphasize the importance of having an open mind. This can be 
broken down further into having a growth or fixed mindset. Individuals with a growth mindset 
firmly believe that they can attain and build skills through practice, reflection, use of resources 
and collaboration, while individuals with a fixed mindset believe that skills are more innate and 
cannot be developed further (Dweck, 2016). 
Now, this is not to say that people are all growth, or all fixed in their mindsets; we all 
have a bit of both growth and fixed mindset towards different situations. The key is to 
understand where on the mindset scale we are and fundamentally change the way we attack tasks 
and everyday circumstances. With that being said, employees with a growth mindset are more 
likely to be engaged at work as well as eager to develop themselves personally and 
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professionally (Caniëls, Semeijn, and Renders, 2018). So how do we go about changing our 
mindsets? According to Cannon and Feinstein (2014), attaining the ability to manipulate 
knowledge needs to be done dynamically, or through experience. We cannot expect to flip on a 
switch and have a growth mindset. You must be okay with applying strategies in real-world 
situation, potentially having setbacks, and learning from those setbacks in order to analyze what 
could have been done better. 
Do you have a “Can Do” Attitude? 
As previously mentioned, the organizers of this handbook believe that in order to have 
employees who are proactive, goal-oriented problems solvers, they must have a positive attitude. 
For this reason, the chart below focuses on what actions you can do, as opposed to ones you may 
be lacking. Use the “Can Do” chart in Figure 2.3 as a guide for evaluating your own critical and 
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creative thinking skills. Each of Bloom’s Tiers (from the revised version) are listed on the left 
side of the cart, followed by some of the verbs associated with those tiers. You will then see a list 
of “Can Do” indicators listed for both critical and creative thinking. You will notice a lack of 
indicators for creative thinking for the first three tiers. This is purposeful to represent the higher 
order thinking skills it takes to be a creative thinker. Keep in mind that this resource represents 
only one tool you can use on your path to improve critical and creative thinking. To start, you 
must first ask a question: “What do I want to accomplish?” Use your answer as a goal. The more 
specific your goal, the better you will be able to map out a plan for improvement. From this 
question, you, or your team will identify current strengths and weaknesses using the resources 
listed in Module 1. The Module 1 quizzes are designed to assess your current levels of critical 
and creative thinking. Use them as a starting point for evaluating and monitoring your progress. 
Additionally, this handbook includes a reflection sheet (Figure 2.4) for you to use as a self-
monitoring tool. It is designed to help you organize information about current or upcoming 
projects and assess which critical and creative thinking skills will be needed for it. This reflection 
sheet is then used after a project is finished to assess the strengths and weakness of the project 
and how your skills attributed to that outcome. Most importantly, the tool asks what can be 
improved in the future. This is probably the most crucial aspect to focus on because it creates 
that growth mindset where you are more likely to take any weak points and aim to improve them 
in the future. 
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Module 2 Closing Remarks 
Like a compass, it is best to think of Bloom’s Taxonomy as a continuous guide rather 
than a finite series of steps. Tiers in Bloom’s can be used at varying degrees, and situations may 
not always call for the highest levels of cognitive function. By having a more thorough 
understanding of not only Bloom’s Taxonomy, but also of your own critical and creative 
thinking skills, you are more apt to assess which levels are appropriate in any given situation, 
and which skills you will need to practice. Keep in mind that your goal after reading this 
handbook is not only to have increased your knowledge base on strategies for improving critical 
thinking and decision-making skills, but also to take these strategies and use them as tools for 
personal and professional growth. You are to apply some of these strategies, evaluate their 
effectiveness, and hopefully create realistic and achievable objectives that will guide you 
becoming a more adaptable and motivated employee. The CHAMP Model aims at providing you 
with a pathway to achieving exactly that. In the following modules, you will how to optimize 
creativity and innovation as well as enhance decision-making skills.  
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Module 3 Introduction 
Each day comes with new and different challenges whether in your personal or 
professional life.  Creative thinking is a skill that can be developed in order to help solve a 
problem or make a decision. Progress comes from creativity. Creative thinking involves looking 
at problems from a fresh point of view and developing innovative ways to find a solution.  
Continuing the CHAMP Model, the goal of this section is to optimize creativity and 
inspire innovation (see Figure 3.1). You will become more aware of how to develop your 
creativity and innovation to use to make decisions and solve problems in any organization. The 
previous modules, focusing on critical 
thinking and Bloom’s Taxonomy, have 
given you a foundation upon which you 
and your team can begin to use these 
powerful tools to take your organization 
to the next level. These skills can be 
applied to everyday life and with some 
patience and practice, you might just find 
yourself approaching obstacles from a different angle as you unlock your creative potential. 
Psychological Mindedness 
 In order to be creative you need to open your mind. Psychological mindedness (PM) is a 
trait that positively correlates with creativity (LeBoutillier & Barry, 2018). This is your ability to 
evaluate yourself and practice self-reflection. Insight and introspection are the results of using 
these ‘centering’ skills effectively. It is a journey worth the effort to critically look at your own 
words and actions and give an honest evaluation. Self-confidence and self-acceptance are 
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significant personality traits of someone with PM. Having an open mind to new experiences and 
different points of view can intensify how well you relate to others as you accept and support 
their ideas. When you become more aware of yourself and of others, creativity increases and 
your perception can change in a positive way. 
Creative Thinking 
 Research of PM by LeBoutillier and Barry (2018) recognized three types of thinking 
linked to creativity: imagery based creativity, divergent thinking skills, and the ability to find 
solutions to distant semantic relations (see Figure 3.2 for more information and resources on 
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creative thinking). Creative potential can be tapped through mindful development of these skills 
and the more you practice the better you will become. According to Sun et al. (2016), creativity 
training can restructure both the function and construction of the brain.  There are several ways 
that you can train your brain to become stronger in these areas. Peak is one among many 
applications that can be purchased on your smartphone to use to boost brainpower. It was 
developed under the direction of neuroscientists in the form of games to challenge cognitive 
skills in the areas of language, problem solving, memory, focus, mental agility, emotion, and 
coordination. Progress is tracked and recorded on a brain map, which provides information on 
achieved levels and how your statistics compare to other users in different age groups. The 
games are engaging and can be played while standing in line at the store or while taking a brain 
break from a mentally exhausting task. 
Creative Visualization 
 Imagery is a powerful technique that can yield tangible results if it is done consistently 
and mindfully. Creative visualization is the equivalent of weight training for your physical body. 
When you picture yourself doing something in your mind you are creating neural pathways and 
muscle memory through mental rehearsal. These pathways become stronger and more precise 
from each practice (Heijligers, n.d.). It is as simple as closing your eyes and picturing an 
outcome in your mind. Use as many of your senses as you can to enhance the effect. Can you 
hear it, smell it, taste it, feel it, and see it? Visualizing before you fall asleep and just as you wake 
up can help manifest an idea or desire. Advanced technology has made it possible to create 
virtual reality visualizations that can be shared among a team of doctors performing a life-saving 
surgery or a classroom of students learning about the planets in our solar system. Visualization 
can be used among a team of professionals to create a new product or make a decision. 
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 Visualizations can be represented through a mock-up of an idea or solution either on 
paper or by developing a 3-D prototype. Creating this type of visual is highly effective because 
you can test it in different situations and gain real insight into the possibilities that it holds. More 
abstract ideas can be visualized using role-play by acting out a scenario, storyboards, or 
storytelling (Carlgren, Rauth, & Elmquist, 2016). 
Divergent Thinking 
 Creativity and innovation are intensified by the ability to come up with many different 
solutions for the same problem. Divergent thinking is the thought process used to facilitate this 
method of creativity. These explorations into the various aspects of a problem or issue are best 
achieved in a supportive environment where time is given to encourage creative thinking. 
Divergent thinkers take practical risks, are given opportunities to make mistakes, and try again in 
a different way when they fail. Mistakes should be seen as a positive rather than a negative 
because they are nothing more than an opportunity to improve and make necessary changes to 
meet the goal. Asking questions and challenging the answers is a vital aspect in this way of 
thinking. Creative thinking improves when you can look at the big picture as well as each 
working part individually (Allen, Lewis, & Fleming, 2017). 
 Making connections among ideas, critically evaluating options, and formulating new 
ideas are the three highest cognitive skills in Bloom’s Taxonomy. Awareness that these skills can 
be developed and enhanced puts your team at a creative advantage.   
Design Thinking as a Creative Framework 
 Design thinking (DT) is creative framework that can be used to invent a new product, 
make a decision, or solve a problem. Teams who use DT are made up of imaginative and 
innovative personalities. Carlgren, Rauth, and Elmquist (2016) referred to five themes of DT as a 
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result of their research of its theory and practice: User Focus, Problem Framing, Visualization, 
Experimentation, and Diversity. Due to the abstract nature of the concepts involved in DT, it is 
challenging to quantify the results of implementation. DT does not lend itself to step-by-step 
instructions but rather a set of guidelines to work within which are made relevant based on the 
task. Designing the way your team approaches a new problem requires a combination of critical 
thinking skills and creativity.  
User Focus 
 Effective organizations know what the users of their services or products want. It takes 
time to establish relationships with customers. Technology has made it easier to conduct virtual 
business; however, the power of personal connection should not be forgotten. Organizations who 
deliver their services with attention to their users make an effort to build rapport with patrons 
through face-to-face interactions. Curiosity about their lives using empathy and respect of 
differences will give insight into how to serve their needs. Changing and expanding goods and 
services to meet user needs is the foundation of any successful business. Ethnographic research, 
casual meetings with customers, focus groups, and anecdotal recordings are a few methods of 
finding out more about your customers (Carlgren et al., 2016). 
Problem Framing 
 Problem framing allows you to look at an issue from a different point of reference and 
gain a wider view of the possibilities of solutions. Reframing increases creativity with a different 
understanding of the way something will work. When you change the way you look at something 
you can also change the way you feel about it. Approaching a decision from the angle of the 
customer or your employees could ultimately make you feel differently about the bottom line of 
making a profit. Different perspectives could include meaning (this could also mean…), context 
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(this would also work with…), learning (This helped us lean that…), humor (this is funny 
because…), points of view (if I were another person involved I would see it as…), and silver 
lining (on the bright side we figured out…). Reframing is a useful tool that can be used to make 
positive changes within the organization (McGuinness, n.d.). 
Diversity  
 Assembling a team capable of collaboration among members with diverse personalities, 
backgrounds, and experience increases the possibilities of achievement using critical thinking 
and creativity. You will learn techniques to build synergy among your team in the next section, 
which introduces Module 4 of the CHAMP Model: Building Superior Thinkers and Exceptional 
Decision-Makers in Teams. 
A diverse team provides different perspectives, attitudes, and feedback. Leadership of a 
diverse team requires democracy, patience, and understanding of cultural norms in order to make 
sure that everyone has a voice. It is important to have team members with different levels of 
experience, however this can be a challenge when it comes to establishing respect among the 
seasoned and rookie members. Leaders need to establish the importance of both experience and 
fresh perspectives when it comes to working together for a common goal (Carlgren et al., 2016). 
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Module 3 Closing Remarks 
Creativity and innovation come naturally for some while others need to develop their 
skills in this area. The bottom line is that it is possible to enhance your creative skill set if you 
have the right mindset. Listening to inspirational music, drawing, taking a walk, or spending 
quiet time in the beauty of nature can inspire you to open your mind and tap into your creative 
potential. The next time 
you have are stuck and 
having difficulty making a 
decision, try doing nothing 
or switch to a preferred 
mindless activity (Patel, 
2017). Some may refer to it 
as task avoidance but this 
incubation period is 
actually helping you think 
through your decision in 
your subconscious. When 
you return to work you will 
find that you have a new 
perspective, which will 
help solve the problem.   
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Module 4 Introduction 
 Building teams that deliver superior results depend on members’ capabilities to be 
effective collaborators, communicators, contributors, and relators.  These aptitudes help create 
synergy and cohesiveness within teams that in turn inspire critical, creative, and higher-order 
thinking.  By having taken a journey through the top three modules of the CHAMP Model, your 
employees should be exhibiting elevated levels of analytical aptitudes, intellectual ingenuity, and 
emotional intelligence.  This progressive development prepares individual workers to become 
empowered thinkers and decision-makers. Subsequently, having learned the fundamentals of 
moving from learning, understanding, and retaining to synthesizing, applying, and innovating 
knowledge into patterns of design thinking, your employees, now, will navigate through the last 
phase of our training plan: Module 4-Building Superior Thinkers and Exceptional Decision-
Makers in Teams (see Figure 4.1).  Here, operative personnel will learn how to become change 
catalysts as members of a think-tank community.   
 This section introduces you to advanced and accelerated training systems to build staff’s 
value while honing efficiency, engagement, agility, and collaboration of teams at work.  The 
tactics shared under this module will revolutionize 
the way you as a leader perceive your workers’ 
role within the organization.  Focusing specifically 
on bringing individual employees to form dynamic 
teams within the workplace, the following portion 
(Module 4) of the CHAMP Model training process 
brings an explosive closure to this comprehensive 
theoretical and practical coaching handbook.   
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Next, as a leader, you will learn effective methods of enacting impactful training 
activities to build high-powered, forward-thinking work teams; to select the right staff candidate 
to serve as a team member; and to identify emerging leaders who exhibit key aptitudes acquired 
under Module 1 through Module 3 of this manual.  The initiatives discussed under this section 
have been formulated applying theories of organizational development, learning, and behavior as 
well as human resources development and learning models.  Some of the practical theories used 
to support the activities developed in this Module 4 include Maslow’s Hierarchy of Needs 
(coined by Abraham Maslow in 1943), Strengths-Based Approach Theory (coined by Weick, 
Rapp, Sullivan, & Kishardt in 1989), and Tuckman’s Stages of Team Development (coined by 
Bruce Tuckman in 1965).  
 Before you begin training your employees on the team building strategies provided under 
this section, as a leader, you must prepare the base for a successful employees’ training learning 
experience. 
Leaders Prepare and Plan Training Program 
 Knowing how to present a powerful and persuasive sales-pitch that catches employees’ 
attention and gets them to buy in to your training program is vital to the success of the business 
and its HR training and development initiatives.  Especially if you as a leader intend to introduce 
the formation of work teams, for instance, to brainstorm solutions on a detrimental strategic issue 
facing the company (Boer, 2013; Senay, Albarracin, & Noguchi, 2010).  To ensure staff’s 
smooth transition from working independently to working interdependently, you must introduce 
a training platform that is attractive enough to engage employees’ enthusiasm and interest while 
preparing them to collaborate and to perform in a group setting.  Simultaneously, you want to 
convey the personal benefits employees will gain from attending this professional coaching 
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program.  With this in mind, let us get started in preparing the training terrain for employees as 
to create momentum, inspiration, and interest in what will become the new status quo for getting 
the work done, collectively (Boer, 2013; Senay et al., 2010). 
Creating a Powerful Training Sales-Pitch to Engage Employees 
Begin by marketing your training session to your employees in order to create 
anticipation, excitement, and 
engagement.  Utilize sources such as 
internal email blasts, technological 
platforms, staff meetings, and 
bulletin boards in visible areas to 
advertise the training.  Create 
appealing flyers and emails using 
story-telling and self-reflective hook 
techniques to get the attention of your 
staff and hook them emotionally (see 
Figure 4.2).  This approach promotes 
intrinsic and extrinsic motivation that 
serves as drivers of introspection and 
extrospection (Boer, 2013; Senay et 
al., 2010).   
Hence, employees will be empowered to ponder on their search for meaning and purpose 
in relation to life, work, and relationships.  Senay, Albarracin, and Noguchi (2010) revealed that 
self-reflective thinking (also referred to as self-talk) when triggered by persuasive approaches of 
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communication (such as active-voice statements and visual stimuli) entice the mind to elevate its 
cognitive thinking process and begin to create new paradigms.  This activity motivates changes 
in behavior that align our actions (intentions) with our renewed thought patterns. Thus, generate 
momentum and engage employees through igniting visuals such as the one seen in Figure 4.2. 
Leaders Execute Training Program 
Training Employees and Teams to Become High-Performing Thinkers and Doers! 
Now, get ready to deliver an engaging and persuasive training session that will help your 
staff find their unique gifts, potential, and purpose and show them how to integrate those 
attributes into the team with respect and emotional quotient while establishing positive influence 
and commitment to their group.  Here, you will introduce staff to existing teams or will create a 
new team.  The focus is to empower each member and to share ownership of problem-solving 
and decision-making processes (Winsborough & Chamorro-Premuzic, 2017).  As a leader, you 
should concentrate on inspiring, motivating, and mentoring your employees to provoke superior 
levels of performance as individuals and team members.  This team expectation requires 
members’ full attention to critical and creative thinking while tapping on their ability to 
communicate effectively and work harmoniously with one another.  At the end, staff will bond 
and build lasting and meaningful relationships within teams and among members (Kaifi & Noori, 
2011; Veyrat, 2017; Winsborough & Chamorro-Premuzic, 2017; Wroblewski, 2018). 
This Module 4 in the CHAMP Model stems from the principles of the Strengths-Based 
Approach Theory (coined in 1989 by Weick, Rapp, Sullivan, & Kishardt).   The theory sustains 
that intervention initiatives should focus on strengths, capabilities, resources, and potential of 
systems and deviate from deficit-based views (Hammond, 2010).  Also referred to as strengths 
perspective, this theory adapts to contemporary changes in society providing an alternative look 
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at life, others, and ourselves in a more positive way.  By shifting mental models from negative to 
positive and from problems to solutions, strengths perspectives create in us resilience and 
autonomy (Hammond, 2010). Moreover, it empowers us to feel in control of our emotions, 
surroundings, and circumstances building our self-esteem and courage to stand for our beliefs 
while instilling in us respect towards others opinions.  This behavioral modification helps us 
communicate better and build healthier relationships based on trust while finding common 
grounds for collective dialogue and decision-making (Hammond, 2010). 
Empowering Training Activities for Teams: Module 4  
Hammond (2010) defined the basis of strengths perspective theory as approaching any 
assignment, responsibility, and issue with an attitude of functionality instead of dysfunctionality 
or looking at the negative with a positive mindset to identifying opportunities for improvement.  
Dr. Hammond added that an approach of strengths perspective allows us to contribute richer, 
more dynamic viewpoints and ideas in the process of decision-making while planning for risks 
and capitalizing on opportunities and strengths.  In turn, we are able to impart valuable and 
healthy alternatives to brainstorm sessions and build connections with those around us through a 
more empathetic stance.  Other members will begin looking at us as positive influencers of 
change opening the pathway of communication and collaboration to work interactively as a team.   
The following training strategies stem from Maslow’s Hierarchy of Needs (coined by 
Abraham Maslow in 1943), Strengths-Based Approach Theory (coined in 1989 by Weick, Rapp, 
Sullivan, & Kishardt), and Tuckman’s Stages of Team Development (coined by Bruce Tuckman 
in 1965).  Now, it is time to formulate training exercises that provide active learning activities.  
Let us dive into these transformational training guides proven to ignite, inspire, and engage 
employees and teams. 
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How to Assemble a Winning Team! Learning how to select the right candidate to form 
a team is crucial for the success and enrichment of the organization as a whole.  Begin your 
training by using the simple steps shown in Figure 4.3 to introduce team formation to your 
employees.    
The next training learning activity focuses on teaching teams how to achieve a set of 
group development aims such as creating team synergy, fostering team innovation, and 
maximizing team creativity, critical thinking, and problem-solving competencies.  Aligning with 
this module’s objectives of building superior thinkers and exceptional decision-makers in teams, 
I provide you with succinct, pragmatic, and effective training guidelines and exercises to 
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captivate the attention of attendees and encourage their individual and collective active 
participation.   
  Building Teams into Think-Tank Experts using Tuckman’s Model of Group 
Development.  Helping employees understand how work teams form and function will assist in 
adjusting better to the transition from making decisions independently to thinking and solving 
problems interdependently in an efficient, effective, and cohesive fashion.  DuBrin (2012) 
defined group decisions as a round-table type of activity where participants carry discussions and 
make final decisions collectively.  Thus, you want to avoid having team members cease voicing 
their opinions and conform to go with the flow (also referred to as groupthink) just to avoid being 
criticized because they pose a different take than other members do on an issue. This 
phenomenon of showing agreement with others just to fit in debilitates the ability of members to 
look at ideas and issues critically thus bringing the person to think more linear over time 
(DuBrin, 2012).  To combat groupthink, I suggest 
training your employees on the principles of 
Tuckman’s Model of Group Development (see 
Figure 4.4).  Doing so will teach them how a group of 
peers with diverse expertise and cultural backgrounds 
work together in forming, building, and uniting a 
team collectively (DuBrin, 2012).  In Figure 4.5, I 
facilitate an easy to track guideline on how team 
synergy and cohesion forms. Train your employees on this model by doing roleplaying drills. 
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Module 4 Closing Remarks 
Leaders that engage employees in collaborating as team members spark innovation and 
functionality in the workplace while creating efficient working settings.  Teamwork done within 
parameters of cohesiveness brings clarity and strategic thinking to decision-making and to 
problem-solving tasks thus rendering vital, practical, and diverse perspectives into resolving 
organizational issues (Veyrat, 2017; Wroblewski, 2018).  Nevertheless, bringing together a 
group of independent, skillful, and creative individuals as members in a team is not enough to 
achieve performance excellence.  Highly performing teams come to be by building 
communication, cultural intelligence, motivation, and critical and creative thinking 
(Winsborough & Chamorro-Premuzic, 2017).  Now, there are teams that perform satisfactory 
and there are teams that outperform expectations.  The difference between the two lies in the 
composition of each team—meaning its members!  
Knott and Kayes (2012) affirmed that employees who are self-starters tend to focus on 
continuous development on a personal and professional level becoming engaged and passionate 
about life and work.  According to the experts, these individuals bring to the table elevated levels 
of service excellence, emotional quotient, commitment, and interpersonal competencies that 
improve team performance, cohesiveness, and problem-solving skills.  Thus, to achieve such 
level of quality and value on your staff, I recommend you integrate the CHAMP Model for 
critical thinking into your HR training program.  The model’s dynamic coaching techniques will 
inspire and empower employees and teams to become high-performing thinkers and doers! 
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Creating an effective, efficient, and robust training program to enhance the critical and 
creative thinking skills of your staff requires a well-structured, well-balanced, and well-
supported training source.  Moreover, employing a coaching methodology that aligns its 
approaches and guidelines with proven tactics of organizational behavior and human 
development theories provides a systematic roadmap to achieving unparalleled success.  The 
CHAMP Model for critical-thinking and decision-making is the solution to your training 
dilemmas.  Aside from offering all of the aforementioned benefits, this model also encompasses 
assessment applications and measuring methods to evaluate your employees’ performance 
progress and behavioral growth before and after undergoing the training initiatives found in this 
theoretical and practical training handbook.   
Applying our collective experience, expertise, and research in the fields of education, 
business, human resources, and administration, we (Chin Loy, Coe, Gordon, and Hernandez) 
compiled top organizational behavior and development philosophies from primary and secondary 
sources in order to create this new coaching guide: the CHAMP model.  Holding promise to 
transform standard workers into exceptional employees, the CHAMP Model (acronym for 
creating highly adaptable and motivated personnel) is a comprehensive and viable training 
resource that adjusts to any type of organization and any size of workforce.  Let us review how 
the training model works.  
First, Figure 1.1 illustrates Module 1 in the CHAMP Model: Learning the Fundamentals 
of Critical and Creative Thinking. This module lays the foundation for the other three modules 
and serves as an introduction to developing critical and creative thinking skills.  The guidelines 
in this module map out the basic principles of these aptitudes and takes employees through 
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exploration, construction, and assessment of these two key competencies.  Moreover, you as a 
leader will be able to show your staff how important critical and creative thinking are to their 
career advancement and to the organization’s overall performance.  From top-level executives to 
operative employees, proficiency in problem solving, people management, decision-making and 
critical and creative thinking are crucial aptitudes to possess.  Globalization and rapid change in 
technology have increased the demand to recruit high-order thinkers who possess strong 
analytical and innovative skills.  Thus, with Module 1 ground rules, you will be able to identify 
employees’ strengths and weaknesses using the holistic and analytical assessments provided.  
Employees will improve their cohesive thinking and teamwork competencies with this training. 
Then, Figure 2.1 shows Module 2 in the CHAMP Model: Using Bloom’s Taxonomy as a 
Compass to Critical Thinking.  Bloom’s Taxonomy, a phenomenal resource for educators in both 
its original and revised state, has now graduated from school and entered the working world. 
Leaders and employees can use the framework to assist them with starting or perhaps continuing 
to improve cognitive function. The future will depend heavily on employees who possess these 
complex skills and are willing to apply them in their professional lives. On the same note, 
individuals will be more satisfied with their work lives if they are able to develop the skills 
necessary to not work successfully in a competitive environment, but also use those skills to 
become more engaged, motivated problem solvers. Here is where the CHAMP Model helps 
facilitate employees’ transition to elevated levels of self-actualization and higher-order thinking. 
Next, Figure 3.1 introduces Module 3 in the CHAMP Model: Optimizing Creativity and 
Inspiring Innovation.  Making decisions in the 21st century requires your employees to use 
critical thinking and creativity. There is always another way to approach a problem and 
considerations from different perspectives are crucial for formulating effective solutions. Your 
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staff is made up of individuals who use their unique set of skills to contribute to each project. In 
order for you to create strong individuals that can effectively contribute to work teams and be 
creative, they need to be able to handle ambiguity and failure. Realize that creativity takes time 
and it is not to be rushed. Be supportive of your team members and keep an open mind about 
their opinions and ideas. Improvisation is a highly creative form of acting which uses the “Yes 
and” rule to drive an idea. The thinking behind this philosophy is to accept what someone else 
has stated and expand on his or her idea. This could become a mantra among you and your team 
as you work together to generate thoughts and make decisions.   Reaching for the pinnacle of our 
personal and professional lives, our training journey now moves to the formation of exceptional 
work teams.  Creating highly effective teams takes having the right people as members.   
Lastly, Figure 4.1 unveils Module 4 in the CHAMP Model: Building Superior Thinkers 
and Exceptional Decision-Makers in Teams.  The final destination of the CHAMP Model, this 
coaching section mentors you as a leader on how to prepare, plan, and execute an engaging 
training program.  Module 4 also teaches you how to build think-tank teams that turn members 
into creative decision-makers and problem-solvers, inspiring visionaries and leaders, effective 
communicators and collaborator, and champions for diversity and change.   
Hence, serving as the foundation to this easy to follow training handbook, each module in 
the CHAMP Model will move employees from learning the basics of developing critical and 
creative thinking to using Bloom’s Taxonomy as a guiding compass to knowledge.  Then, 
individuals will enter an advanced level where they go from learning to improve skills of 
creativity and innovation to building dynamic teams.  This is The CHAMP Model: Empowering 
employees and teams to become high-performing thinkers and doers! 
 
